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Development(II):Exploring the sectoral HRD policies for 
the Financial and Design Industry
Young-Sub Choi · Me-Rhan Kim · Ju-Hong Min · Hyang-Jin Jung
1. Background of Research and Macro-economic Situation of the 
Financial and Design Industry 
A. Background of research 
Nowadays it is well known that competitiveness of the service industry is a critical 
factor for enhancing the global competitiveness of the Korean economy. Therefore, 
a systematic human resource development(HRD) policy that meets the specific 
characteristics of the service industry is of critical importance. 
The service industry consists of different sub-industries, and is as much affected 
by the rapid changes in technology and market as the manufacturing industry. Thus,  
it is important to develop HRD policies that suit each sub-industries' needs. There 
is a urgent need to transform the government-driven, and manufacturing 
industry-skewed HRD system into the one that promotes active participation of the 
private sector and approaches each sub-industry singly. 
This study analyzes and considers HRD strategies for the financial industry and 
design industry as the key sub-industries that enhance competitiveness within the 
service industry. 
B. Macro-economic situation of the financial and design industry
Financial industry and design industry are very different in terms of labor market 
characteristics and industrial structure. Therefore, the direction and strategies for 
HRD should be distinct.
Structurally, the two industries are similar in that both are knowledge-based 
service industries, and are strategic industries with great forward and backward 
linkage effect. But there are also differences. The financial industry is experiencing 
fierce global competition, and is in the midst of a domestic M&A wave. On the 
other hand, the design industry is divided into two types, small & medium sized 
designing firms(called 'design production') and 'design teams' within large firms. 
The workforce in these two service industries are relatively young and highly 
educated, and are composed of a higher ratio of female workers compared to those 
of the manufacturing industry or the rest of the service industry. In terms of 
employment and wage level, the financial industry's internal labor market is 
developed with priority given to male-permanent workers. Meanwhile, the design 
industry has a relatively high turnover rate.
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2. Current Status and Strategies for HRD in the Financial Industry
A. Current status and major issues 
With globalization and mega-merging of the financial industry, global 
competitiveness has become critical for growth. Firms need workers with advanced 
industry-specific skills such as cash management and complex financial management 
service skills. They also face the task of training specialists who can develop and 
utilize new financial technologies. Along with this need for upside adjustment exists 
the need to downsize the traditional part of the industry. 
B. Policy agenda for building a shared HRD 
There is a necessity to expand investment and establish a industry-wide 
cooperation system in order to build a comprehensive system for the fostering and 
management of finance workers. 
C. Suggestions for sectoral HRDC
Compared to other industries, labor unions in the financial industry play relatively 
weighty roles, and the industry and the government is more willing to provide 
financial support for HRD. Thus, it seems possible to establish a cooperative body 
at the industry level using the following three approaches. (1) enlargement and 
extension of the tripartite commission finance industry committee into a sectoral 
cooperative entity for HRD, (2) development of a 'finance workforce network center' 
under the government-led financial hub policy, and (3) joining of forces in an all-out 
effort to mediate the standpoint of three parties (labor, management and 
government).
3. Current Status and Strategies for HRD in the Design Industry 
A. Current status and major issues
The Korean design industry is similar to that of the US in that it is dominated 
by large firms in terms of market structure and employment ratio. Considering that 
creativity and diversity are key competitive factors in the design industry, it is 
necessary to enhance the industry's competitiveness by promoting small and 
medium sized firms like those in Europe. 
With the advancement of the design industry, a deficiency of highly-skilled 
specialists' skill-mismatch is deepening.  However, the high ratio of female workers 
and freelancers and high turnover rate are discouraging firms for making 
investments for HRD. This problem is especially severe in small and medium sized 
design firms compared to the ones affiliated with large corporations. 
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B. Policy agenda for building a shared HRD 
There is a need to continuously update and upgrade the quality of education 
and training system and curriculum based on workplace-demanded skills. In the 
long-term, this standardized education and training curriculum should be 
transformed into the high-quality specialized curriculum. 
C. Approaches for building a sectoral HRDC
The establishment of a design industry coalition can be attempted in the long 
term by first composing and operating sectoral HRDCs within the design industry. 
Secondly, the foremost goal of each SHRDC should be to educate and train workers, 
and specific plans to achieve this goal should be worked out in cooperation with 
education and training institutes and government institutions.  Thirdly, an analysis 
on the gap between the workplace and education and training curriculum should 
be conducted to reform training curriculum to meet workplace demands. Training 
programs to upgrade the skills of employed workers in each design field should 
also be planned and carried out.  
